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Licensed Negotiated Agreement
Financial & NEG Policies
2016-17

Between Jordan School District Board of Education
&
Jordan Education Association

The Jordan School District Board of Education and Jordan Education Association {JEA) agree to
the following agreements for licensed employees:

1. Steps and Lanes will be provided to teachers for the 2016-17 school year. (Attachment
#1 — Teacher Salary Schedule “C”)

2. A Cost of Living (COLA) increase in the amount of 0.70% will be added to all Steps on the
teacher salary schedule and an extra 0.30% will be added for Step 15. (Attachment #1 —
Teacher Salary Schedule “C”)

3. The equivalent of fifteen (15) hours pay, or 1.0% will be included in the 2016-17 Teacher
Salary Schedule for grade transmittal/track change days back to full eight (8) hour days.
These days are reserved as teacher work days. No local school or District required
meetings.

4. Extra contract days were approved for beginning “new” teachers to prepare for the
beginning of the 2016-17 school year in their classrooms. Principals may use up to one
half of a day in required meetings with these teachers. Teachers will be paid at their
regular rate. See “Note” on 2016-17 Teacher Salary Schedule.

Step 1 Teachers 3.5 extra days
Step 2 Teachers 2 extra days
Step 3 Teachers 1 extra day

5. Additional Supply Monies will be made available no later than the first contract day for
teachers on Steps 1-3 according to the following schedule:
Step 1 Teachers $400
Step 2 Teachers $350
Step 3 Teachers S250



6. Employees will cover fifty (50) percent of any anticipated insurance premium increase
and the District will cover fifty (50) percent of any future anticipated insurance premium
increase; however, there is no insurance premium increase for the 2016-17 contract

year. (Attachment #2)

7. Alicensed Employee Compensation Task Force (LECTF} be formed to create and
recommend an alternate compensation structure which includes but is not limited to:
e Compensate teachers for their years of service and level of education
e Encourage teachers to stay in the classroom
« Retain quality educators
¢ Reward teachers for increasing their knowledge and professional skills
e Recognize teachers’ role in increasing and meeting student achievement goals
¢ Enhance mentoring opportunities for all teachers
¢ Value teachers’ collegial participation in and productive contributions to
successful Professional Learning Communities
The Task Force will include:
e 5 Teacher members — chosen by JEA
* 5 Administrative members — chosen by the School Board
Duties of the LECTF are as follows:
¢ Determine its protocols and procedures
e Report their findings monthly to the School Board and the joint Relations
Committee
e Publish meeting minutes monthly on the District Website and the JEA website
¢ Prepare areport summarizing their findings and present to Jordan School Board
and JEA Negotiations team no later than February 2017
Creation of task force and subsequent recommendations by the LECTF must be ratified
by the JEA membership. This recommendation is subject to modification by and
requires approval of the Jordan Board of Education

Teacher members of the LECTF shall receive a $2500 salary supplement, travel
reimbursement, and whenever necessary, release time to perform this duty.

The Jordan School Board has presented the idea of moving towards a different licensed
employee compensation method. The current salary schedule pays teachers solely on
the basis of years of teaching and level of education attained. It has a virtue of
simplicity and fairness but does not offer incentives or recognition for stellar teaching.
While JEA supports improving teacher compensation, they believe it is vital to research
current compensation methods being used across the country and analyze their
effectiveness before changing the current pay structure. Furthermore, in order for a



change in salary structure to be successful, teachers need to participate in the creation
of any new program. {Attachment #3)

As per District Policy AGNEG Negotiations - Licensed and Classified, negotiations
concerning NEG policies will move forward over the course of this Agreement through
the Joint Relations Committee. Proposed policy changes will be ratified by JEA
membership and approved by the Board of Education. JEA and jordan School District
Board of Education will continue to work in good faith to utilize the interest-based
process established by the Joint Relations Committee. (Attachment #4)

All parties agree to the following policy changes as recommended and accepted by the
Joint Relations Committee during the 2016-17 school year.

¢ Reduction in Licensed Staff — DP327 NEG
To review and update procedures outlined in policy, including the use of
technology and on-line application and transfer request procedures.

¢ Grievance Procedure - Licensed — DP315 NEG
To review and update procedures outlined in policy, including the current
practices and procedures.

* Orderly Termination Procedures — DP316 NEG
To review and update procedures outlined in policy, including updates in the
Public Education Human Resource Management Act (PEHRMA) outlined in Utah
Code §53A-8a-501-506.

e Personal Leave — DP335 NEG
To change the lottery formula from 1-day for every 150 employees to 1-day for
every 100 employees, which will grant more employee holiday leave requests
per holiday.

JORDAN SCHOOL DISTRICT JORDAN EDUCATION ASSOCIATION
BOARD OF EDUCATION

By: XLAMAD prw&)

Susan Pulsipher, Pres’ident

Dated: May 24, 2016 Dated: May 24, 2016
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Negotiations
Contract Year 2016-2017

Proposal
Insurance:

JEA and Jordan School District accepts the Jordan District Insurance Committee recommendation of no
insurance premium increase for the 2016-17 contract year.

JEA and Jordan District continue to agree that employees will cover fifty (50) percent of the any
anticipated premium increase and the District will cover fifty {50} percent of any future anticipated
premium increase.

Tentative Agreement
Between
Jordan School District
& Jordan Education Association

Date: 5 // i /M/G

For Jordan School DistrictW 7[/ p .
- 1

For Jordan Education Association: W . B
2 'Lssz:.- Y




Negotiations
Contract Year 2016-2017

Proposal

The JEA Negotiations Team and the Jordan School Board propose that a Licensed
Employee Compensation Task Force (LECTF) be formed to create and recommend an
alternate compensation structure which includes but is not limited to:

1. Compensate teachers for their years of service and level of education.
Encourage teachers to stay in the classroom.
Retain quality educators.
Reward teachers for increasing their knowledge and professional skills.
Recognize teachers’ role in increasing and meeting student achievement goals,
Enhance mentoring opportunities for all teachers.
Value teachers’ collegial participation in and productive contributions to
successful Professional Learning Communities.

Noahkodn

Task Force Composition:
5 Teacher members — chosen by JEA
5 Administrative members — chosen by the School Board

Duties of the LECTF are as follows:
1. Determine its protocols and procedures.
2. Report their findings monthly to the School Board and the Joint Relations
Committee.
3. Publish meeting minutes monthly on the District Website and the JEA website.
4. Prepare a report summarizing their findings and present to Jordan School Board
and JEA Negotiations team no {ater than February 2017.

Creation of task force and subsequent recommendations by the LECTF must be ratified
by the JEA membership. This recommendation is subject to modification by and
requires approval of the Jordan Board of Education.

Teacher members of the LECTF shall receive a $2500 salary supplement, travel
reimbursement, and whenever necessary, release time to perform this duty.

Rationale

The Jordan School Board has presented the idea of moving towards a different licensed
employee compensation method. The current salary schedule pays teachers solely on
the basis of years of teaching and level of education attained. It has a virtue of
simplicity and fairmess but does not offer incentives or recognition for stellar teaching.
While JEA supports improving teacher compensation, we believe it is vital to research
current compensation methods being used across the country and analyze their
effectiveness before changing the current pay structure. Furthermore, in order for a



change in salary structure to be successful, teachers need to participate in the creation
of any new program.

Tentative Agreement
Between
Jordan School District
& Jordan Education Association

Date: 5 // '7 .Z.D/(,,

For jordan School District:

For Jordan Education Association:
74//%”4&—25
aW\




Negotiations
Contract Year 2016-2017

Proposal

JEA and Jordan School District agree that as per District Policy ABNEG Negotiations-Licensed and
Classified, negotiations concerning NEG policies will move forward over the course of this Agreement
through the Joint Relations Committee. Proposed policy changes will be ratified by JEA membership and
approved by the Board of Education. JEA and Jordan School District Board of Education will continue to
work in good faith to utilize the interest-based process established by the Joint Relations Committee.

Tentative Agreement
Between
lordan School District
& Jordan Education Association

Date: 5’////20/(9

For Jordan School District: — W 7( Pu_b/‘f@fﬁbb
-~

For Jordan Education Association: % : 2
O




Memorandum of Understanding
Joint Relations Committee
Jordan School District and Jordan Education Association

This memorandum of understanding (MOU) is created as a joint agreement between the Jordan School District and
the Jordan Education Association through the meetings of the loint Relation Committee established for the
purpose of:
Enhancing the professional employee association/District relationship by fostering open communication
and a free exchange of ideas and to identify and resolve issues in a collaborative environment, to allow us
to provide a quality education for every child in Jordan School District.
All parties agree to the folfowing MOU conditions:
¢ Any items which may have a financial impact may only have final approval through the negotiations
process established in District Policy A6 NEG.
s The association bringing forward this agreement must ratify this MOU agreement with their
members/membership during the negotiations process {if needed).
*  Any changes to the NEG policies in this MOU agreement must be brought back to the Joint Committee for
consideration prior to approval. NEG policies must be ratified during the Negotiations process.

Agreement reached for:
DP327NEG Reduction in Licensed Staff

Implementation for the MOU will be:

Immediate, provided approval and ratification occurs during the Negotiations Process.

Pending APPROVAL in the Negotiations Process and ratification by the Association membership.
Recommending immediate implementation, not needed Negotiations approval nor ratification of

o membership-
%%ci%m”\ A-¥Y-207,,

JEA Négotiations CHair Date
f/ 2~ 3-R0/(g
Date
. A 7 - 201
Administrator for Joint Committee Date
Business Administrator Review W "W‘ ‘ /é
- Signature Date
Superintendent of Schools Review é—i{ 9/i6
Signature 7 Hate

Board Approval = %Yes ONo - [Q ’ Qh 5[ fa

Date



JORDAN SCHOOL PISTRICT Number -  DP327 NEG

Statement of

Effective - 6/8/04

POLICY DRAFT Revision - 943204
X/xx/2016
Page - 1of2

SUBJECT: REDUCTION IN LICENSED STAFF

1 Board Policy

The Board recognizes that licensed staff should be placed in the school that will best fit the educational needs of the
students in the District. When circumstances make it necessary to reduce staff, orderly procedures are to be
implemented in accordance with Utah Code §53A-8-107 §53A-8a-506.

This policy is intended to be consistent with the Ptab-OrderlySchool Termination-/et §53A-8310+ Public Education
Human Resources Management Act §53A-8a-101 et seq.

II. Administration- Adminisérative Policy

Cuideli
A. Reduction in Staff (RIS)

i.

In the event of declining enroliment, the discontinuance or substantial reduction of a particular service or
program, the shortage of anticipated revenue, school consolidation, or other unforeseen circumstances, it may
become necessary to initiate a RIS. If a RES is necessary, seniority will not be used in determinations;
however, decisions may be within the discretion of the school / program to consider the following:

s  Program and staffing needs of the school / District.
» Employee performance evaluation (appropriate for the job classification).

For licensed employees who are to be affected by a RIS, the school / program administrator wili submit RIS
recommendations to the Administrator of Schools and the Administrator of Human Resources for approval.

Under normal circumstances, licensed employees who are to be affected by a RIS and potentially subject to a
RIE Reduction in Force (RIF), shall receive at least thirty (30) days notice from the Human Resource
Department. This RIS/RIF notice to licensed employees will serve as the thirty (30) days notice should the
employee not be able to secure a position with the District.

Teachers affected by a RIS will be eligible to participate in transfers as per policy DP304 NEG - Teacher
Transfers.

Teachers affected by a RIS may apply online willautomatically-be-ineluded-on-candidate lists for available

positions for which they are qualified es in addition to any transfer request enfered into Skyward. However,
there is no guarantee of continued employment. After June 1, if the teacher has not been hired for an available
position, the employee will be subject to a RIF.

B. Reduction in Force (RIF)

1.

In the event of declining enrollment, the discontinuance or substantial reduction of a particular service or
program, the shortage of anticipated revenue, school consolidation, or other unforeseen circumstances, it may
become necessary to initiate a RIF.  a RIF is necessary, seniority will not be used in determinations;
however, decisions may be within the discretion of the district to consider the following:

s Program and staffing needs of the school / District.

» Employee performance evaluation (appropriate for the job classification).



JORDAN SCHOOL DISTRICT Number- DP327 NEG

Statement of Effective - 6/8/04
P OLICY DRAFT Revision - 9432041
x/xx/2016

Page - 20f2

SUBJECT: REDUCTION IN LICENSED STAFF

2.

Under normal circumstances, licensed emplovees who are to be affected by a RIF, shall receive at least thirty
(30} days notice.

C. Rehire

1.

If a licensed employee is terminated through a RIF, the employee will be given first consideration for
available positions for which they apply online and are qualified within one (1) year of the date of the RIF.
However, there is no guarantee of continued employment.

If a licensed employee is terminated through a RIF and rehired during the same contract year, the employee’s
salary step and lane placement shall remain unchanged. If the terminated employee is rehired during 2
subsequent year, salary placement will move up one step on the same lane, provided a salary increase was
authorized by the Board of Education and included on the current salary schedule. If the employee applies
and qualifies for a lane change between the times of the RIF and rehiring during a subsequent year, salary
placement will be on the higher lane provided a salary increase was authorized by the Board and included on
the current salary schedule.

A licensed employee who is rehired following termination through the RIF process, shall have accrued sick
leave and other leave benefits reinstated at the level existing at the time of the REF, provided the benefit was
authorized by the Board for the current academic year.



Memorandum of Understanding
}oint Relations Committee
Jordan School District and Jordan Education Association

This memorandum of understanding (MOU) is created as a joint agreement between the Jordan School District and
the Jordan Education Association through the meetings of the Joint Relation Committee established for the
purpose of:
Enhancing the professional employee association/District refationship by fostering open communication
and a free exchange of ideas and to identify and resolve issues In a collaborative environment, to alfow us
to provide a quality education for every child in Jordan School District.
All parties agree to the following MOU conditions:
*  Any items which may have a financial impact may only have final approval through the negotiations
process established in District Policy A6 NEG.
+ The association bringing forward this agreement must ratify this MOU agreement with their
members/membership during the negotiations process {if needed).
Any changes to the NEG policies in this MOU agreement must be brought back to the Joint Committee for
consideration prior to approval. NEG policies must be ratified during the Negotiations process.

Agreement reached for:
DP 315 NEG Grievance Procedure—-Licensed

Implementation for the MOU will be:

_X__Immediate, provided approval and ratification occurs during the Negotiations Process.
Pending APPROVAL in the Negotfations Process and ratification by the Association membership.
Recommending immediate implementation, not needed Negotiations approval nor ratification of

o membersh

JEA Neéotiations CHair Date
A ~Ah =8/
Date
S 7-25 -1
Administrator foint Committee Date

Business Administrator Review

Superintendent of Schools Review

Board Approval




JORDPAN SCHOOQL DISTRICT Number - DP315 NEG

Statement of D FT Effective - 8/27/69
P O L I C Y I 'u & Revision - 9/8/09
' Page - 1of3

SUBIJECT: GRIEVANCE PROCEDURE—LICENSED

L. Board Directive

The Board recognizes the need for a District grievance process and delegates to the Administration the authority to
implement a policy for regarding grievance procedures for licensed personnel,

1L Administration Policy

It is the policy of the Administration to address erievances alleged by hieencedlicensed employees with the following

administrative policy provisions:

DEFINITIONS

A, Grievance - A complaint which:

1, Sets forth the-_an allegation that there has been a violation of amyDisirict policy ~er-state law, or
federal Taw.

2. Specifically identifies the policy or statute alleged to have been violated.
3. Provides a detailed statement of the alleped violation.

B.  Grievant - Any stadent-employeeteacheror-parentlicenseed emplovee or group of licenseed
employees aggrieved by a decision or condition falling under District policy, or state or federal law.

C. Grievance Officer - The District employee or employees designated to ceordinate-complianee
effortsreview complaints regarding-eencerning alleped violation of District policy,-and-state law, and/or
and federal law and charged with the responsibility of investigating, or overseeing the investigation of.
complaints.

PROCEDURE

A, Step It
1. Any licensed employee alleging a grievance is encouraged to resolve the problem, if possible,

through an informal discussion with the immediate supervisor as provided for in Miscellaneous
provisions A of this policy: If this is not satisfactory, the grievant shal-mav file at Step 1.

B. Step 1L

1. Any licensed employee alleging-submitting a grievance at Step 11 shall present a completed

Licensed Employee Gerievance form to his/her immediate supervisor. A copy of the grievance
form will-shall be immediately forwarded by the supervisor to the District eemplianee-grievance
officer, the appropriate District-level Administrator, and the Administrator of Human Resources.
The District erievance officer she shall then submit the issue in question to the employee agent
group in writing. The employee agent group has the option of reviewing the issue and making a
written response to the District grievance officer.

a. 'The supervisor shall respond to the grievance, in writing, within five (5) working days
following receipt of the grievance._A copy of the response will be forwarded to the

District grievance officer, the appropriate District-level Administrator, and the
Administrator of Human Resources or his/her designee=grievant, or representative.




JORDAN SCHOOL DISTRICT Number - DP315 NEG

Statement of
P O L I C Y

Effective - 8/27/69
Revision - 9/8/09
Page - 20of3

SUBJECT: GRIEVANCE PROCEDURE—LICENSED

b. If the response (decision) does not resolve the preblemagricvance, the grievant shatb-be

freeto may file the grievance at Step IIL.
C. Step IM:
1. The Investigatory Committee may be activated at this step only. (See Miscellaneous Item L)

a. The grievant shali prepare and file the Licensed Employee Grievance Form grievance
with the District grievance officer at Step I11.

b. The Investigatienory Committee or the grievance officer shall investigate the complaint
with the parties concerned in the gricvance within fifteen (15) working days of the
grievance having been filed at Step I,

c. The grievance officer shall issue a written report setting forth his/her findings and
recommendations for the resolution of the grievance within five (5) working days after the
conclusion of the investigation.

d. The grievance shali be considered resolved if the grievant and the District accept the
recommendations of the District grievance officer, or if the grievant fails to file the
grievance at Step IV within the time limits set forth herein.

e. If no written report has been issued within the time limits set forth in "¢" above, or if the

grievant or District shall reject the recommendations of the grievance officer, the grievant
shall be-free guthorized to file the grievance at Step I'V.



JORDAN SCHOOL DISTRICT Number - DP315 NEG

Statement of
P O L

Effective - 8/27/69
I C Y Revision - 9/8/09
Page - 3of3

SUBJECT: GRIEVANCE PROCEDURE—LICENSED

D.

Step IV:

1. If the grievant rejects the recommendations of the District grievance officer, the Investigatory
Committee, or the grievance officer fails to issue a written report in the time specified, the
grievant shall have ten (10} working days to request that an impartial hearing examiner be
selected 1o hear the grievance. (Procedures for the selection of the impartial hearing examiner
are in the miscellaneous provisions.)

2. The impartial hearing examiner shall submit written recommendations to the Superintendent or

E.

his/her designee and the grievant or his/her designated representative within ten (10) working
days after the hearing.

3. The Superintendent or his’her designee shall, within five (5) working days, submit in writing to
the grievant the District's decision to reject or accept the inmpartial hearing examiner's

recommendation.
Step V:
1. If the grievant rejects the recommendations of the Superintendent or his/lier designee, or if the

Superintendent or his’her designee fails fo issue a report within the time limits set forth above,
the grievant shall be free-authorized to file the grievance at Step V within ten (10) working days
of the date the recommendation of the Superintendent or his'her designee was issued or should
have been issued.

2. The grievance at Step V shall be filed with the Board in the following manner:

a. The grievant shall file the grievance by delivering it to the Board within the time limits set
forth herein,

b. Within ten (10) working days of receipt of the grievance or another timeline agreed to by
both parties, the Board shall establish a hearing date to hear the testimony of all interested
parties. The Board shall have the authority to call witnesses for the hearing. Such
hearing will be held within twenty (20) working days of the-filing of the grievance at Step
V_or another timeline agreed to in writing by both parties.

c. Within thirty (30) working days or other timeline agreed fo in writing by both parties of
the filing of the grievance at Step V, the Board shall issue its determination of the
grievance. The findings of the Board shall be final and binding.

MISCELLANEOUS PROVISIONS

A

B.

0

ommoy

o

A grievance must be filed within twenty (20) working days of the date the grievant knew or should have
known of the circumstances which precipitated the grievance.

A grievance shall furnish sufficient background conceming the alleged violation which identifies
date(s), time(s), person(s), and actions that led to the allegation.

No person shall suffer recrimination or discrimination because of participation in this grievance
procedure.

Hearings should be scheduled during a mutually convenient time,
Employees shall be free to testify regarding any grievance filed hereunder.
Confidentiality will be observed pending resolution of the grievance or final decision by the Board.

Nothing contained herein shall be construed so as to limit in any way the ability of the District and the
grievant to resolve any grievance, mutually and informally.

The gricvant shall be entitled to representation of his/her choice in all stages of these proceedings.



JORDAN SCHOOL DISTRICT Number - DP315 NEG

Statement of , Effective - 8/27/69
P O L I C Y Revision - 9/8/09
Page - 4 of 3

SUBJECT: GRIEVANCE PROCEDURE—LICENSED

I. If needed. tFhe Investigatory Committee shall be selected as follows: The District shall designate one
member of its choice and the employee agent shall designate one member of its choice, and these two
appointees shall recommend a third committee member subject to the approval by the employee agent
and the District. This committee shall conduct investigations of grievances filed by persons asking to
be represented by the employee agent and shall report the results of its findings and its
recommendations, in writing, to the District grievance officer who shall be responsible to make final
determination of all grievances filed at Step 111, Step IIT Al-grievances shall be investigated and a
response made, regardless of whether or not the grievant asks for representation.

Adl-committee-appointme at-be-made-priosto-the beg e—oed aot-year, When required,
aH-members of the igative-Investigatory Committee shall be excused from their regular
assignments to perform investigations.

L. Impartial hHearing examiners shall be persons who will conduct hearings independent of pressure or
influence from the District administration, District staff, the licensed employee who is the participant in
the grievance hearing, or any association or organization acting on behalf of or representing the
employee. No impartial hearing examiner may be a direct supervisor or subordinate of either the
employee or a person recommending the employee’s termination for cause.

K.  Impartial bHearing examiners may either be District hearing examiners or individuals not employved
with the District.

L. The employee agent and the District agree to use the American Arbitration Association (AAA) for
Level IV hearings. This includes following the rules and procedures as outlined by the AAA.

M.  The cost of services of the hearing examiner shall be equally shared by the District and the educator or
the organization representing the educator.

N.  Inthe event that the grievance remains vnresolved at the termination of this grievance procedure, the
grievant is free to pursue such litigation or statutory remedy as the law may provide.

0.  Employees should exhaust all District grievance procedures before seeking other legal remedies.



Memorandum of Understanding
Joint Relations Committee
Jordan School District and Jordan Education Association

This memorandum of understanding (MOU)} is created as a joint agreement between the lordan School District and
the Jordan Education Association through the meetings of the loint Relation Committee established for the
purpose of:
Enhancing the professional employee association/District relationship by fostering open communication
and g free exchange of ideas and to identify and resocive issues in a collaborative environment, to allow us
to provide a quality education for every child in Jordan School District.
All parties agree to the following MOU conditions:
s  Any items which may have a financial impact may only have final approval through the negotiations
process astablished in District Policy A6 NEG.
e The association bringing forward this agreement must ratify this MOU agreement with their
members/membership during the negotiations process {if needed).
»  Any changes to the NEG policies in this MOU agreement must be brought back to the Joint Commitiee for
- consideration prior to approval. NEG paolicies must be ratified during the Negotiations process.

Agreement reached for:  ™DpP2 1, ME G

Implementation for the MOU will be:
Immediate, provided approval and ratification occurs during the Negotiations Process.
Pending APPROVAL in the Negotiations Process and ratification by the Association membership.
Recommending immediate implementation, not needed Negotiations approval nor ratification of

membership. 2’
7// — otron

JEAN eéﬂtlatlons Chaif Date
A-13 -d0/,
Date
el (N AA
Administrator for Joint Committee Date

Business Administrator Review % d{///%ﬂ& / é
' at Dat
Superintendent of Schools Review \/éiﬁm’/ 2 ‘-f[ /¥ j! b
Signa Date

Board Approval Cy¥Es riNo {7/’ =Y/ ’/ é

Date
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SUBJECT: ORDERLY TERMINATION PROCEDURES—Licensed

I. Board ieyDirective

The Board recognizes the need to provide orderly procedures for termination of Jordan School District educators,
and delegates to the District Administration responsibility for establishing such procedures in accordance with the

Utah-Orderly School TerminationProcedures Public Education Human Resource Management Act (PEHRMA)
outlined in Utah Code §33A-8-104+to307-§53A-8a-501-506.

1. Administration-Administrative Policy
A. DEFINITIONS

For purposes of this policy, the term “educator” refers to an employee who holds a certificate issued by the State
Board of Education with the exception of the Superintendent of Schools and those licensed emplovees who arg

required to hold an administrative credential in order to function in the position for which they are emploved.
1. Career Educator: A career educator is a licensed employvee, other than the District superintendent, who

holds a position requiring a valid certificate issued by the State board of Education and is not a
provisional employee as defined in District policy DP313-Provisional and Probationary Licensed
Personnel. Career educators have expectations of continued employment and can only be terminated for
cauge, declining enrollment, or reduction in funding.

2. Provisional Educator: An educator emploved by the District who has not achieved status as a career

educator and has no expectation of continued employment or issuance of a contract for a subseguent
contract term as defined in District policy DP313-Provisional and Probationary Licensed Personnel.

3. Probationary Educator: Any educator empioved by the District who has been advised by the District that
his/her performance is inadequate and has been placed on probation.

4. “Temporary Emplovee” means an individual who is employed by the District on a temporary basis,

Temporary employees include but are not necessarily limited to the following: substitute teachers.

employees hired under contracts for one (1) year only or for less than one (1) year; employees whose
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positions are funded by grants and/or yearly allocated state or federal monies; and employees whose
positions are authorized for no more than twelve (12) months; and emplovees hired on or after January 1.

+.5. Educator: All licensed personnel as defined above.
6. Unsatisfactory Performance: A total score on the JPAS Feedback Report in the “Not Effective or

Minimaily Effective” range.

Procedures for nonrenewal of a contract of a provisional and a career educator and termination of an educator’s
contract during the contract term shall be administered according to the following guidelines administrative policy

provisions:
Suidels
AB. CAUSES FOR DISCIPLINARY ACTION QR CONTRACT NONRENEWAL
1. The District may determine not to renew the contract of an educator for any of the following reasons:

a—Immorality

b.a. Insubordination, which includes an act of serious insubordination, repeated acts of
insubordination, or a pattern of insubordinate behavior. Insubordination is any event under
the employee’s control that disregards or fails to comply with a directive given by one having
authority to give such directives. Directives shall be specific and understandable.

@b,  Unsatisfactory Performance. If the School District intends to terminate a contract for cause
for reasons of unsatisfactory performance as determined in PEHRMA, then the unsatisfactory
performance must be documented in at least two formal or informal evaluations conducted at
any time within the preceding three (3) years in accordance with the District policies DP311
Evaluation for Licensed Personnel.

Mental or physical incapacity.
Inability to perform essential job functions despite all reasonable (including, but not limited to

ADA requests) accommodations,

A&

&

Conviction, plea of guilty, no contest or other plea resulting in probation or suspended
sentence for any felony or misdemeanor involving moral turpitude or crimes against children.
With respect to a plea in abeyance, the Jordan Board of Education in their sole discretion, may
determine to disregard the plea in abeyance as a cause for termination.

ap
[T

wh1ch may be harmful to students or the Dlstrlct ( See Admmistratlve Rule R277 575-3
Educator Eﬂ’llCS.!

kg. Improper or unlawful phys1cal contact with students. ( See Administrative Rule R277-575-3

Educator Ethics.)
ih,  Repeated violation of District policy. {See Administrative Rule R277-575-3 Educator Ethics.)

ji.  Unprofessional conduct not characteristic of or befitting a Jordan School District educator.

(See Administrative Rule R277-575-3 Educator Ethics.)

k.  Unsatisfactory compliance with terms of probation or remediation (see District policy DP313-
Provisional and Probationary Licensed Personnel)

k. Any reason that the District in 1ts sole dlscretlon deems reasonable and approprlate pr0v1ded it
is in accordance with the Utak 8 SFRin 8 .

H&maﬂ—Reseafee—Pv@agement—Ae{(PEHRMA 653A 8a 501 506) Perfonnance aﬁ-tmée—
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underdeveloped or insufticient skills. lack of knowledge or aptitude, or other employment

atiribute which is substantially below the performance reasonabiy expected from other
educators having similar responsibilities and duties.

#:l.  Misuse of contract time. (See Administrative Rule R277-575-3 Educator Ethics)

oam, Misuse of computers or school equipment. (See Administrative Rule R277-575-3 Educator
Ethics)

pn.  Misuse of school or district funds. (See Administrative Rule R277-575-3 Educator Ethics)

&0. Failure to obtain licensing in a timely manner.
#p. Failure to obtain credential or appropriate certification.
.S.—

2, The District may determine not to issue a contract to any educator whose status is "Provisional,” as
defined under (G} below and policy DP313—Provisional or Probationary Licensed Personnel.

BC. DISCIPLINARY ACTIONS

The District may elect to proceed with disciplinary action to warn the employee that his/her conduct
places the employee in danger of termination during the contract term. The District may elect to
exclude any or all of the following steps and proceed directly with termination for cause. No
disciplinary action shall thereafter prejudice the right of the District to proceed with termination for
cause on the same facts which gave rise to the disciplinary action.

Oral Reprimand: Oral reprimand may be issued by the immediate supervisor.
Written Warning: Written warning is anv memo of concern.

23.  Written Reprimand: Written reprimand is issued by the immediate supervisor or District
Administration which warns the employee that adverse employment action, which may include
contract termination, may be taken,

a. This warning is active for a two-year period and may remain in either the school file or in the
employee's District personnel file.
b. The warning does not prejudice the right of the District to proceed with termination for cause

should the misconduct continue.

&

Probation: The District may elect, but is not required to place the employee on probation for
misconduct which could be grounds of termination during the contract year.

a. The District is solely responsible for determining the length and terms of probation except
under the provisions of policy DP311—Evaluation of Licensed Emplovees.

b. Probation shall not prejudice the right of the District to proceed with termination for cause on
the same facts which gave rise to the probation.

45.  Suspension: The District may, at its discretion, place the employee on suspension.

a. 'The District shall be solely responsible for determining whether the suspension is to be with or
without pay and for determining the duration of the suspension.,

b. Suspension may, among other reasons, be invoked by the District when further investigation is
deemed necessary or desirable in order to make an informed decision concerning the
employment of an employee or for the purpose of awaiting the outcome of criminal charges
pending against an employee.

c. Suspension of a teacher shail not in any way prejudice the right of the District to proceed with
other action, including termination for cause, at a later date.
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d. Furthermore, the fact that pending criminal charges against a teacher may be resolved in favor
of the teacher shall not preclude the District from initiating termination for cause proceedings
or other disciplinary action against the teacher based all or in part upon the same facts which
gave rise to the criminal charges.

Any employee subject to disciplinary action shall be given the opportunity to be represented in any

meeting or conference to which they are invited or required to attend with respect to the disciplinary

action.

&

CAUSES FOR CONTRACT TERMINATION

1. The District may terminate the employment of any educator during the term of the educator’s
contract for any of the reasons listed above under items a. through p.

2. The District may terminate the employment of any educator during the term of the educator’s
contract for any act, failure to act, or conduct which constitutes a breach of the educator’s
employment contract.

3. For career educators that exhibit both unsatisfactory performance AND conduct (items Bla. through
r. above) the District may:

a. Attempt to remediate the conduct of the career emplovee: or

b. Terminate the career employee for cause if the conduct merits distnissal consistent with

items Bla.through p. above and is not required to develop and implement a plan for
improvement. (PEHRMA §33A-8a-501-506).

PROCEDURES WHEN RENEWAL OF THE CONTRACT OF A CAREER EDUCATOR 1S IN
QUESTION

1. When continued employment of a career educator is in question, the career educator shall be
informed in writing at least three (3) months before the end of the contract term.

a. The reasons why continued employment is in question shall be specified.

b. The career educator shall be provided an opportunity to correct the deficiencies which are
causing continued employment to be in question. Assistance may be granted the educator to
correct the deficiencies including informal conferences, Plan for Improvement and services of
school personnel.

PROCEDURES WHEN THE CONTRACT OF A CAREER EDUCATOR WILL NOT BE RENEWED
1. When the contract of a career educator will not be renewed, the career educator shall be notified in

writing at least forty-(40)-working 30 days before-the-end-of the-contract-temm prior to the proposed

date of termination.

The notice shall state the date of termination and set forth the reasons for contract nonrenewal.

3. The notice shall include a date for an informal conference with the administration, a date for a
hearing before an independent hearing officer, and a date for a hearing before the Board of
Education.

a. The hearings shall be scheduled at intervals of ten (10) working days.

b. A recommendation shall be required from the hearing officer within ten {10) working days of
the date of the hearing or other timeline agreed to in writing by both parties.

4. The career employee shall be notified of the right to have the conference and hearings scheduled. If
the educator elects not to attend, the dates will be cancelled.

5. The career educator shall be informed of the right to be represented at the hearing(s) by a
representative of his/her choice.
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6. The notice shall be delivered to the career educator personally or sent by certified mail to the
educator’s most recent address as shown on the District personnel records.
7. The employee must give notice of appeal in writing to the Administrator of Human Resources within

ten (10) working days after receiving the termination notice. Failure to request such an appeal in
writing shall constitute a waiver of the right to appeal the recommendation of the District to terminate
the employee’s contract.

EG. PROCEDURES WHEN PROVISIONAL CONTRACT WILL NOT BE ISSUED

L. Provisional educators, as defined under District policy DP313-Provisional and Probationary
Licensed Personnel, are not entitled to employment beyond the end of the term of the present

contract, and may not reasonably expect continued employment in succeeding years,

4.

The District is not required to provide a cause Tor not offering a contract to a provisional
employee. When the District determines not to issue a contract of employment to a currently
employed provisional educator, the educator shall be notified in writing at least forty-(403

werking 60 days priorto-the-end-of the-traditional schoolyear before the end of the

provisional employee’s contract term. (PEHRMA. §53A-8a-502)

When the District decides to terminate the employment of a provisional educator during the
contract term, the employee is entitled to a fair hearing (see item Gi-d:H).

&H. PROCEDURES FOR TERMINATION DURING CONTRACT TERM
1. NOTICE

a.

b.

When an educator is to be terminated during a contract term, the District shall notify the
educator in writing of the intent to terminate.

The notice shall be delivered to the individunal personally or sent by certified mail to the
individual's last-known address, as shown on the personnel records of the District, at least
thirty-(30) 30 days prior to the proposed date of termination.

The notice shall state the date of termination and set forth the reasons for termination.

The notice shall advise the individual that he or she has a right to a fair hearing. The hearing
process outlined below is waived if a hearing is not requested by the employee in writing to
the Administrator of Human Resources within fifteen (15) working days after the notice of
termination was either personally delivered or mailed to the individual’s most recent address
as shown on the District’s personnel records. The hearing process includes the right to an
informal conference with the administration, the right to a hearing before an independent
hearing officer, and the right to a hearing before the Board of Education.

(1 The hearings shall be scheduled at intervals of ten (10) working days whenever
possible; or other timeline agreed to by both parties in writing.

2) A recommendation shall be required from the hearing examiner within ten (10)
working days of the date of the hearing.

The notice shall also inform the educator of the right to be represented at the hearing(s) by a
representative of his/her choice.

2. SUSPENSION PENDING A HEARING

a.

Suspension pending a hearing may be without pay if an authorized representative of the
District determines, atter providing the employee with an opportunity for an informal
conference to discuss the allegations, that it is more likely than not that the allegations against
the employee are true and will result in termination.
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b. If termination is not subsequently ordered, the employee shall receive back pay from the
period of suspension without pay.

3. CONTINUED EDUCATOR SERVICE

a. After notice of termination, the educator, at the option of the Superintendent, may remain on
the job, be reassigned to another licensed position, or be subject to other reasonable personnel
actions.

b. If the superintendent finds that continued employment may be harmful to students or the
District, the educator shall be suspended with pay pending termination. No more than thirty
(30) days of salary shall be provided to employees who are on suspension.

L. The District shall notify the educator of the suspension in writing.

2. The District notice shall include findings of fact as to why harm may result to
students or the District if active service is allowed to continue.

4. HEARING CANCELLED OR NOT REQUESTED

a. If a hearing is cancelled or not requested by the educator, the written notice of intention to
terminate employment will serve as written notice of final termination by the Board.

b. the cause(s) of termination are those contained in the notice of intention to terminate
employment.

5. APPOINTMENT OF HEARING OFFICER.

a. Hearing officers shall be persons who will conduct hearings independent of pressure or
influence from the District administration, District stafT, the licensed employee who is the
participant in the hearing, or any association or organization acting on behalf of or
representing the employee. No hearing officer may be a direct supervisor or subordinate of
either the employee or a person recommending the employee’s termination for cause.

b. District Hearing Officers. Hearing officers may either be District hearing officers or an
individual not employed with the District.

(1) District hearing officers include not fewer than five (5) employees of the District selected
annually by the Administrator of Human Resources. The employee who is the subject of the
appeal may select any one individual from the pool of hearing officers to hear the appeal of
the employee.

(2) Non-Employee Hearing Officers. If a non-school employed hearing officer is utilized at
the request of the employee, the costs associated with the hearing officer shall be shared
equally by the District and the individual employee. The district may require the posting of a
bond or letter of credit or the deposit of sufficient cash by the employee to assure payment by
the employee or the employee’s association or representative of the foregoing expenses.

(3) The employee agent and the District agree to use the American Arbitration Association
(AAA). This includes following the rules and procedures as outlined by the AAA.

6. CONDUCT OF THE HEARING

a. The educator may be represented by counsel and may call witnesses, hear accusing testimony,
cross examine witnesses, and examine documentary evidence.

b. The District shall make available District employees if needed as witnesses for either party.

c. Parties shall exchange documentary evidence at least two (2) working days before the
scheduled hearing or other timeline agreed to by both parties in writing.
d. The hearing shall be conducted infermally, and the rules of evidence used in courts of law

need not be strictly observed.
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10.

11.

12.

€.

The hearing proceedings shall be recorded and preserved in a manner to assure completeness
and accuracy; i.c., electronic tape recording. Stenographic recording shall not be required.

HEARING OFFICER’S DECISION

a.

After hearing all of the evidence, the hearing officer may render an oral decision immediately
following the conclusion of the proceeding. The hearing officer shall, within ten (10) working
days of the hearing, render a written decision supported by findings of fact.

The decision may recommend to the Board that the proposed action be taken or that the
proposed action not be taken or that other action less severe than the proposed action be taken.

The decision of the hearing officer, together with the findings of fact, shall be sent by certified
mail to the educator’s last known address. A copy shall be mailed to the employee's
representative, if any.

REQUEST FOR BOARD REVIEW

a.

b.

The educator shall have the right to request a Board review of the decision of the hearing
officer.

A written request for a Board review must be received by the President of the Board of
Education within ten (10) working days of the date the hearing officer’s decision is
postmarked.

The Board review shall be upon the record made in the hearing before the hearing officer,
except that the Board may, at its discretion, hear additional testimony or argument.

BOARD REVIEW NOT REQUESTED OR DECISION FAVORS EDUCATOR

a.

If a request for review is not received, or if the decision of the hearing officer is in favor of the
educator, the Board shall determine whether or not to adopt the decision of the hearing officer.

If the Board adopts the decision of the hearing officer, the findings of fact prepared by the
hearing officer, if any, shall be deemed the findings of fact made by the Board. The District
shall notify the educator of the Board's decision by certified mail.

If the Board determines not to adopt the decision of the hearing officer, the Board shall review
the matter based upon the record made in the hearing before the hearing officer, except that
the Board, at its discretion, may hear additional testimony or argument.

(1)  The administration will notify the educator if the Board determines to hear additional
testimony or argument.

BOARD DECISION

a.

Within five {5) working days of receiving the hearing officer’s decision, the Board shall
render a decision that the originaily proposed action be taken, that the originally proposed
action not be taken, or that other action less severe than the originally proposed action be
taken.

The Board shall issue findings of fact that support the decision or may adopt the findings of
fact prepared by the hearing officer. The educator shall be notified of the decision of the
Board and the findings of fact by certified mail addressed to the educator’s last known
address. A copy shall be sent to the educator’s representative, if any.

FINALITY

a.

The decision of the Board in all cases is final.
A rehearing shall not be allowed.

APPEAL

a.

Upon the timely filing of an appeal of the decision of the Board in an appropriate court of law,
the Board shali cause to be prepared, certified, and transmitted to the court, the decision of the
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Board, the findings of fact of the Board, and the record of the hearing before the hearing
officer or Board or both.

13. RESTORATION OF RECORDS AND BENEFITS
a. If the final decision is made in favor of the educator, the charge(s) shall be expunged from the

educator’s record except when substantive problems exist but the recommendation to
terminate was dismissed or modified because of procedural errors.

b. If the final decision is made in favor of the educator, the educator shall be reimbursed for
salary and benefits lost during suspension, if any.



Memorandum of Understanding
Joint Relations Committee
Jordan School District and Jordan Education Association

This memorandum of understanding (MOU) is created as a joint agreement between the Jordan School District and
the Jordan Education Association through the meetings of the Joint Relation Committee established far the
purpose of:
Enhancing the professional employee association/District refationship by fostering open communication
and a free exchange of ideas and to identify and resolve issues in a collaborative environment, to allow us
to provide o quality education for every child in tordan School District.
All parties agree to the following MOU conditions:
* Any items which may have a financial impact may only have final approval through the negotiations
process established in District Policy A6 NEG.
¢ The association bringing forward this agreement must ratify this MOU agreement with their
members/membership during the negotiations process (if needed).
* Any changes to the NEG policies in this MOU agreement must be brought back to the Joint Committee for
consideration prior to approval. NEG policies must be ratified during the Negotiations process.

Agreement reached for:
DP 335 NEG—Personal Leave

Imptementation for the MOU will be:
_X_  Immediate, provided approval and ratification occurs during the Negotiations Process.

Pending APPROVAL in the Negotiations Process and ratification by the Association membership.
— Recommending immediate implementation, not needed Negotiations approval nor ratification of

membershj
%ﬁéw P S-""/Z— ~-28/¢

JEA Neg(;tiations Chiir Date

5-12-ad/4
‘_ Date
\ .«ifi:.r._/‘-r’f 5_'{‘32']&
r Joint Committee Date

Business Administrator Review

LY
What), 5157 1
4 Sigﬁa?ﬁ " Dafe

Board Approval ﬁYes fINo j—'ﬁ (I[ / Ca

Date

Superintendent of Schools Review




JORDAN SCHOOL DISTRICT Number- DP335 NEG

Statement of Effective - 10/28/75
P OLICY Revision-  9/8/09
Page - lof2

SUBJECT: PERSONAL LEAVE —LICENSED

I. Board PelieyDirective

It is the policy of the Board to allow each licensed employee personal leave time as indicated below.

II.  Administrativeon Policy
The Personal Leave Policy shall be administered in accordance with the following guidelinesadministrative policy
provisions:
Guideli
Each eligible licensed employee of the distriet-district shall be given two (2) days per year personal leave at no
cost to the employee. Employees hired after a contract year has started shall receive personal leave benefits on a
prorated basis for the remainder of that year. Each employee may accumnlate unused personal leave. An
employee may not use more than five (5} accumulated personal leave days in any contract year. The following
guidelines-policy provisions must be followed:

A. Except in unusual circumstances, prior notification must be given to the immediate supervisor at least one (1)
day in advance.

B. Personal leaves may be taken the day before or after a school holiday for the following specific reasons:
1. Observance of religious holidays which fall on a regularly scheduled school calendar work day.

2. Family weddings of near relatives including children, father, mother, brothers, sisters, grandchildren,
grandparents, or the same to one's spouse or any other person who is a member of the same household as
the employee.

3. Graduations of near relatives as defined in "2." above.
4. Required court appearances,
5. Deaths not covered by Bereavement Policy.

6. Conferences and conventions which relate to the individual employee's work assignment and are not
covered by the Professional Leave Policy.

C. Personal leaves may be taken the day before or after a school holiday for other reasons under the following
stipulations:

1. Based upon a maximum of one personal day for each 150-100 employees, personal leave shall be granted
the day before or after a school holiday without being required to pay the cost of a long-term substitute
provided the request is filed with the Human Resources Department at least 35 calendar days but not
more than 45 calendar days before the holiday.

2. On the first working day after the application deadline, numbers will be randomly generated which will
identify those employees authorized to take personal leave without being required to pay the cost of a
long-term substitute teacher. Written notification will be sent to all applicants.
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3. Employees shall not be considered for paid personal leave the day before or after a school holiday more
than once during any contract year.

4. Employees who have not registered prior to the deadline will not be allowed to fill unused slots.

5. Licensed employees who do not qualify for the window but request a personal leave day must notify their
principal five (5) working days prior to the date. Employees shail be required to pay the cost of a long-
term substitute.

D. Personal leave shall not be taken during the first five days and last five days that students are in school except
under the following conditions:

1. To attend the wedding of a near relative including child, father, mother, brother, sister, grandchild,
grandparent or the same to one's spouse or any other person who is a member of the same household as
the employee.

2. Toattend to personal or business matters which require the employee's attendance and scheduling is
beyond the employee's control.

E. Teachers may not take personal leave days during the four (4) days of contract time not involving students but
may, through correlation with the principal, arrange to exchange one of these days for another non-contract
day.

F. Personal leave days may not be used during parent/teacher conferences.
G. Personal leave days may not be used to pursue other employment.

H. Personal leave days may not be used on make-up days as the result of employee job action.



